This article introduces the novel concepts of expatriate 'entrymodes', 'comb-patriates', and 'Fourth-Country Nationals' (FCNs), emerging from an exploratory qualitative investigation of 51 Scandinavian expatriates in Hong Kong. Global mobility research has traditionally been overly focused on the characteristics and background variables of expatriates or accumulated experiences after arrival, and has neglected the phase and mode of entering the new host country. Unveiling new global mobility patterns is significant for multinational enterprises' (MNE) global talent recruitment, and has implications for training and development. This is due to directing the focus towards the increasing numbers of those individuals who are not expatriating in the conventional linear fashion, such as between an MNE's headquarter (HQ) and its subsidiaries overseas. The critical stance taken in this article is articulated through a theoretical lens comprising a social constructionist epistemology. Theoretical contributions, future research avenues, as well as managerial relevance and policy implications are also discussed.
Introduction
This article directs the focus on researching and understanding expatriation and global mobility towards the missing link of 'entry-mode' in the specialised Global Mobility and Expatriate Management literatures (McNulty and De Cieri 2014) , and International Human Resource Management (IHRM) research more broadly (see Delbridge, Hauptmier, and Sen Gupta 2011, 2009 ). The identified findings may have implications for the training and development of expatriates (see Holtbrügge and Ambrosius 2015; Pruetipibultham 2012; Shen and Lang 2009) . Thus, this article also contributes to the Human Resource Development (HRD) literature and practitioners working in this realm. Expatriates carry out a multitude of tasks and roles within multinational enterprises (MNEs) (Harzing 2001b) where they are found to be the most costly employee group and to accrue financial risks associated with failed international assignments (Black and Gregersen 1991; Nowak and Linder 2016) . The importance of training and development needed to support long-term career planning when expatriates return to their parent-companies with new skills sets, should also not be underestimated (see MacDonald and Arthur 2005) . Despite this, cross-cultural training (CCT) remains underused by MNEs (Littrell et al. 2006; Shen and Lang 2009) .
Mainstream expatriate research has traditionally focused on expatriates assigned within an organisation (Andresen et al. 2014) in accordance with the linear parent/ subsidiary relationship ( Figure 1) within MNEs, and those working in the corporate sector (Hechanova, Beehr, and Christansen 2003) . Furthermore, conventional approaches have arguably either focused on expatriate demographic characteristics or background variables (Olsen and Martins 2009; Selmer and Lauring 2010) . The mainstream has also explored various aspects, and the management of (Bonache, Sanchez, and Zarraga-Oberty 2009) international adjustment processes while located in the host country (Black, Mendenhall, and Oddou 1991; Takeuchi 2010) . Additionally, investigating the relationship between antecedents and adjustment as outcome variables signals another dominating research approach (Bhaskar-Shrinivas et al. 2005; Black and Gregersen 1991; . However, according to McNulty and De Cieri (2014) , there is a dearth of research on nontraditional patterns of mobility in the extant literature. On this basis, two research questions are posited:
(1) Is the notion of expatriate mobility as a linear parent/subsidiary relationship universally credible? (2) Does the assumed nature of expatriate mobility in extant literature support the existing typologies of what constitutes being an 'expatriate'?
This article contests the assumption in the aforesaid literatures with regard to treating the mobility of expatriates as a linear relationship where individuals are expatriated between an MNE's parent location to a subsidiary in another country. Furthermore, the article identifies a void in the existing literature in terms of taking into account the actual mode of entry of the expatriate when entering the host country. As part of this discovery, two novel terms relating to expatriates' mobility patterns are put forward, that is, 'comb-patriates' and 'FCNs'.
The main aim of the present study is not to render previous research wrong, but to contribute to a broader picture of expatriate global mobility beyond the traditional patterns. Alshahrani and Morley (2015) have called for more research with regard to expatriates' global mobility patterns. The article depicts a much more complex, broad, and nuanced 'reality' that presently exists 'out there' -as experienced by expatriates themselves. The epistemological lens of social constructionism, which brings expatriates' own lived experiences to the forefront of the investigation, enables knowledge production beyond existing 'realities' identified in extant literature. The credibility for broadening the scope of interpretivist research studies in this area could contribute to narrowing this gap in extant literatures (Björkman and Gertsen 1993) . Thus, this exploratory qualitative study proposes the above conceptual developments by drawing upon interview-based data collected from 51 in-depth semi-structured interviews of Scandinavian expatriates in Hong Kong. The novel concept of expatriate 'entry-mode' and the two associated novel terms are argued to reflect a missing link concerning the mobility of expatriates when leaving the parent-country and arriving in the host country (see Gioia and Pitre 1990; Hitt and Smith 2005; Whetten 1989 ). The investigation is underpinned by a social constructionist epistemology that brings individual expatriate's own social constructions of 'reality' derived from their lived experiences, to the forefront of the broader IHRM research agenda. Thus, field-data have been granted primacy over a priori theory as part of a 'cyclic' research design (Geertz 1973; Hammersley and Atkinson 2007) , which accommodates for critiquing hegemonic concepts and proposing new ones based on novel ideas emerging from field-data. The above realisation further advances and nuances the ontological focus in mainstream Global Mobility and Expatriate Management research: to move beyond approaching expatriation solely as a linear process and towards acknowledging that an important explanatory source of global mobility can be traced by how expatriates have entered the host country (see Corley and Gioia 2011; Kilduff 2006) .
There are benefits for MNEs' global talent recruitment to adopting the 'entry-mode' concept as an additional analytical 'thinking-tool' with regard to appreciating how talent moves in and out, not only of the MNE as an organisation but also to countries/markets where they operate. If MNEs fail to take nontraditional mobility patterns into account, important global talent might remain 'out of sight, out of mind'. Cerdin and Brewster (2014) argue that talent management and expatriates have also been treated separately in practice but need to be bridged in scholarly research. Farndale and colleagues (2014) highlight how expatriation of staff contributes towards global talent management (GTM) strategies within MNEs. This dynamic is particularly significant when considering the following: GTM remains the top priority for 78% of the companies worldwide (PwC 2010); managing global mobility is key to the most challenging strategic issues identified among 200 multinational companies (The Deloitte Strategic Moves Survey 2012); and the numbers of self-initiated expatriates (SIEs) whose mobility occurs outside corporate and international organisations are rapidly increasing (Vaiman, Haslbergerb, and Vance 2015) . Thus, there is a need for connecting the HRD literature to the expatriate phenomenon within MNEs and international work life, due to the risks of hampering an MNE's competitiveness when training expenditures have often been lowered during the recent global financial crisis (see Sheehan 2012) . This article further argues that scholarly research can benefit from unveiling the 'entry-mode' of expatriation in order to more fully comprehend expatriate mobility patterns, which have important implications for how MNEs decide to recruit and compete for scarce talent.
This article also highlights that portraying expatriates' mobility and types of international assignments as particular typologies is empirically unsound. Consequently, there is a need for contesting the definitional boundaries of what constitutes being an 'expatriate' aligned with the aforesaid social constructionist stance of this article, that is, the expatriates' own social construction of boundary-markers must be addressed (Hammersley and Atkinson 2007) . Subsequently, it is imperative to grasp the different understandings of an 'expatriate' in order to comprehend nontraditional mobility patterns. If wanting to scrutinise the latter, definitional boundaries necessitate that the perceived target of the study be established and the scope of investigatory scopes remain uncontested. If wanting to scrutinise the latter, we also need to establish who we believe we are studying due to definitional boundaries and stricture of investigatory scopes have remained uncontested. Accepting and failing to question existing typological boundaries, which were originally drawn with particular reasons and/or motives in mind, is too often the result of an epistemological mechanism that prevents the hegemonic definition from being contested. Warranted by field-research, this article presents a twofold argument. First, there is empirical evidence for introducing the concepts of expatriate 'entrymodes', 'comb-patriates', and FCNs in order to grasp new patterns of global mobility and expatriation. In particular, conceptualising 'entry-modes' among expatriates enables the inquiry to explore patterns during this process and subsequently to traverse the ontological embeddedness underlying the mainstream research paradigm. Second, empirical findings contest the assumptions inherent in the typlogisation of expatriates. This assumes that different types of expatriates can be placed in, and belong uniquely to, particular nonoverlapping categories. Here, the two new terms of 'comb-patriates' and FCNs are proposed. The meaning of the two terms encapsulates the new forms of expatriate mobility patterns emerging from the data. The former relates to a pattern where expatriates both perform as conventional long-term expatriates stationed overseas and identify as international business travellers (IBT), which Welch and colleagues (2007) assume to be a separate form of expatriation. In terms of the latter term, FCNs signify that expatriates may traverse corporate and non-corporate organisations. Furthermore, FCNs further nuances the existing 'Third Country national' (TCNs) term (see Dowling, Festing, and Engle 2008) as the latter neither accounts for multiple directions of observed mobility patterns nor that an employee might not share nationality with any of the following: the country locations of the company's headquarter (HQ) or subsidiaries, and the country where the expatriate has expatriated from.
The article proceeds by first positioning the need for introducing new patterns through elucidating current typologies of an 'expatriate' within the context of conventional approaches in order to study expatriates' global mobility patterns. Second, social constructionism is illustrated as the theoretical lens of the investigation. Third, empirical findings are outlined, from which conceptual development is put forward and explicated in the fourth section. Lastly, contributions, avenues for future research, as well as managerial relevance and policy implications (with a particular focus on implications for training and development regarding expatriates) are discussed.
Positioning expatriate typologies in global mobility and expatriate management research
This article has posited two research questions concerning whether the notion of expatriate mobility as a linear parent/subsidiary relationship is universally credible and, based on the assumption in extant literature herein, whether the nature of expatriate mobility supports the existing categorisation of different forms of expatriates into established typologies. According to Alshahrani and Morley (2015) , there is a need for more research concerning the actual patterns of expatriate mobility, which also takes into account nonwork mobility. As suggested by the qualitative data in this study, scrutinising the dynamics of how an 'expatriate' is defined is an important part of also appreciating mobility patterns.
This article identifies four trends in extant literature as fruitful areas for conceptual development, thereby expanding the current research agenda. First, calls have been made to broaden the IHRM research agenda beyond enterprise, managerialism, and universalism (Delbridge, Hauptmier, and Sen Gupta 2011, 2009 ). Furthermore, the endeavour to move beyond traditional research patterns also 'talks to' producing knowledge beyond the proclaimed traditional patterns concerning how global mobility is studied and grasped through actual lived experiences. The broader IHRM research agenda shares the predominant focus of the firm level with the cognate International Business (IB) discipline (see Buckley 2002; Keegan and Boselie 2006) . The focus on the firm level leads research to the management of organisational variables and settings.
However, recent studies demonstrate the need for understanding the potential tension between organisational-level concerns regarding talent management policy vis-a-vis what motivates individual employees with respect to undertaking an international assignment (Farndale et al. 2014) . Additionally, the firm-level focus does not encourage scrutiny of, or thoughts about, the enmeshed nature of corporate and social life as inseparable social phenomena (see Harzing and Christensen 2004) . This analytical separation of elements that are conjoined in the thought and experience of people has been heavily criticised within the social anthropological literature (for kinship, see Ardener 1989; Chapman 1978; Geertz 1973) . Consequently, standard definitions of the term 'expatriate', which have gone largely unchallenged for more than four decades, should be open to scrutiny in this regard. Thus, a gap in the literature reflects the observations that mobility has predominantly been considered as an organisational phenomenon and does not take into account influence from an expatriate's social sphere.
Repeatedly, 'expatriates' are defined as 'employees who are transferred out of their home base into some other area of the firm's international operations' (Dowling, Festing, and Engle 2008, 4) . The premises of this mainstream definition are in this article argued to be: temporal (expatriation occurs within a particular time frame beyond the individual's control in the form of a contractual relationship with an employer, i.e. a firm); spatial (a linear process in a hierarchy with the firm on top and 'peripheral' expatriates); structural (occurs within formal organisational boundaries where the mobility normally take place between two locations within a firm, such as a HQ or affiliated subsidiary (Bonache, Brewster, and Suutari 2001) ); and depending on how the definition is read -'nationally homogeneous and congruent' (the firm and assignees share nationality) (Aycan and Kanungo 1997; Daniels and Radebaugh 1995) . The above mainstream definition of what constitutes 'expatriates' reflects an additional gap in extant literature, that is, mobility occurring as a linear process of being sent from one location (HQ) to another (e.g. subsidiary).
A second characteristic in the literature, naturally and ontologically, points to expatriation principally revolving around limited contexts: expatriates working within corporate sectors (e.g. Edström and Galbraith 1977; McNulty and Brewster 2016) . However, expatriation is not an invention of MNEs. Terms with wider grounding and relevance have been left aside, and it is important to question the authority of those who have made these intellectual and categorical decisions.
The study of the global mobility of expatriates has many precursors, and is a major research area in several other disciplines and subject-fields including social anthropology, international development, migration, and sociology. As far as business and management studies are concerned, globalisation created the need for skilled professionals. This created a new group of employees -expatriates. This development was due to many different reasons, traditionally to exercise control of branches for the HQs (Harzing 2001a (Harzing , 2001b . Other motives were knowledge transfer, cultural carrier, individual development, internal coordination, and control (Moore 2006; eds Özbilgin, Groutsis, and Harvey 2014) , as well as to balance centralised policymaking and the autonomy of the subsidiary (Ferner et al. 2004 ). In fact, expatriation has occurred for more than 200 years, for example, Catholic priests and secular organisations -a 'black box' in the adjustment literature (Brewster 2002, 129) .
The study of the global mobility of expatriates has many precursors and is a major research area in several other disciplines and subject-fields including social anthropology, international development, migration, and sociology. As far as business and management studies are concerned, globalisation created the need for skilled professionals and created a new group of employees -expatriates. This development was due to many different reasons, including exercising control of branches for the HQs (Harzing 2001a (Harzing , 2001b . Other motives were knowledge transfer, cultural carrier, individual development, internal coordination, and control (Moore 2006; eds Özbilgin, Groutsis, and Harvey 2014) , as well as balancing centralised policymaking and the autonomy of the subsidiary (Ferner et al. 2004) .
A third characteristic relates to the social constructionist epistemological framing of this article. Thereby, Scandinavian expatriates are constructing social 'realities' within (and constructed by) macrostructures and context-specific surroundings. Importantly, this makes any 'universal' definition concerning any aspect of 'expatriation' obsolete (such as expatriate mobility -because they are not a fixed group comparable across all country borders and cultural contexts). Thus, studying expatriates does not necessarily preclude those working (or not working) outside the corporate sector. The above reflects another gap in the literature in terms of the need to question how an 'expatriate' is defined, and where the perspective of the individual expatriate is yet to be explored.
The fourth characteristic relates to commendable efforts to move beyond traditional research patterns based on new empirical research. Welch and colleagues (2007) introduce the term 'international business traveller' (IBT). IBTs are argued to be a neglected resource especially with regard to the transfer of knowledge and skills. This form of 'frequent flier' (without relocation) has also been labelled a 'flexpatriate' (Mayerhofer, Hartmann, and Herbert 2004) . Additionally, the Centre for Research into the Management of Expatriation (CReME) points out the increasingly short-term nature of expatriation (cited in 1371).
The above assertion is echoed by the proposition of Grainger and Nankervis (2001) concerning a new paradigm in understanding expatriate management as different from the initial view of technical specialists partaking in long-term assignments. An extension of the argument involving the issue of establishing universal definitions is also evident here, namely what constitutes 'short' and 'long-term' would depend on social constructions and contextuality. Kostova and Roth (2003) coin the term 'inpatriates', that is, employees temporarily transferred to an MNE's corporate HQs who are normally stationed in foreign subsidiaries (Reiche, Kraimer, and Harzing 2011) . Selmer and Lauring (2010) showcase expatriation as 'self-initiated' (SIEs), referring to those who embark on international assignments outside of organisational boundaries. Dowling and colleagues (2008, 3) highlight three types of categorisations that international expatriate managers are increasingly facing, however, all groupings remain within the corporate category: 'Host Country Nationals' (HCNs) -such as local Hong Kong Chinese employed by the Norwegian company Nordic Semiconductor ASA; 'Parent-Country Nationals' (PCNs) -placing a Danish manager in the firm's (from Denmark) subsidiary in Hong Kong, for example, the maritime company Rockwool; and lastly ''TCNs' -herein an international firm expatriating some of its employees with a nationality other than the firm's to a subsidiary in a third country, for example, a Swedish firm reallocating some of its local staff in Hong Kong to another subsidiary in Asia (see eds Özbilgin, Groutsis, and Harvey 2014) .
The intention of the sheer volume of scholars is not necessarily to imply that all expatriations are practised according to one typology. This issue has not been identified in previous studies, although Alshahrani and Morley (2015) state that there are 'commonalities and differences in patterns among conventional expatriates (CEs) and selfinitiated expatriates (SEs), along with the need for a greater understanding of non-work related mobility ' (1936) . Nevertheless, there is a risk associated with neglecting to problematise the relationality between the portrayed typologies, for example to create an impression that expatriation occurs according to one trajectory only or that expatriation can only belong to one of the new categories introduced in the present paper. This gap in the literature warrants the need for data that demonstrates alternative mobility patterns and ways of categorising expatriates. The issue of relationality can also be linked to the categorisation based on gender (Cole and McNulty 2011) and the phenomenon of the 'trailing spouse' (usually women). Two expatriates share many commonalities in addition to the aspect of gender.
Across business-school academia, there are few studies on Scandinavian expatriatesand the Scandinavian-Hong Kong constellation more specifically. The IHRM literature is heavily North-American based (Harris, Brewster, and Sparrow 2003; Hechanova, Beehr, and Christansen 2003) . The Swedish scholar, Jan Selmer, is responsible for the sheer volume of academic production in this area. His work, however, is mainly quantitative along with most of mainstream approaches. Thus, his scholarship features a limited focus on meaning-production and social constructionist perspectives (e.g. Selmer 2006 ), which signals a void for alternative, interpretivist research studies in extant literatures (see Hechanova, Beehr, and Christansen 2003; Björkman and Gertsen 1993) . Examples of increased qualitative approaches includes Selmer (2009), Lauring and Guttormsen (2010) , Moore (2011), Gertsen and Søderberg (2010) , Selmer and Lauring (2010) , Worm (1997) , and Merlot and De Cieri (2011) .
The review of existing literature above showcases that previous studies have neither identified nor highlighted different mobility patterns other than the linear one. The treatment of different forms of expatriates remains clearly fixated on typologising them, with the unfortunate consequence that individuals are assumed to only belong to one category of expatriate (the default of typologisation). Hence, there is a need for exploring additional mobility patterns and the boundaries of expatriate categories.
Theoretical framework: social constructionism
This investigation is governed by a social constructionist epistemology, which is employed in two interrelated ways: empirically, the approach places a focus on how Scandinavian expatriates construct 'reality', which is methodologically facilitated through the cyclic research process granting primacy to field-research involving expatriates' lived experiences over a priori. Thus, in accordance with social anthropological and sociological research traditions, conceptual development is not detached from empirical work. Indeed, it is the latter which provides the empirical foundation for supporting, modifying, or introducing new theories/concepts by verifying and validating findings in existing literature (Hammersley and Atkinson 2007) .This approach is particularly helpful when unpacking perceptions associated with what constitutes an 'expatriate' and building new theories concerning expatriate mobility. Effectively, it also critiques the assumption of only dealing with the firm level.
As part of the empirical argument presented in this article, the exploration of what constitutes an 'expatriate' cannot be distinguished from articulating the findings concerning 'entry-modes' of expatriates (a group of individuals whose belongingness is based on a constructed boundary).
The epistemology of social constructionism
Constructionism relates to the social nature of 'reality' (Eriksson and Kovalainen 2008) . Crotty (1998) 
defines constructionism as:
the view that all knowledge, and therefore all meaningful reality as such, is contingent upon human practices, being constructed in and out of interaction between human beings and their world, and developed and transmitted within an essentially social context (62).
Furthermore, Fletcher (2006) states that human relations and their social context are at the core of social constructionism, in a pursuit to comprehend the processes whereby humans make sense of their world (Andersen and Skaates 2004) . As an epistemology, constructionism upholds that there is no such thing as an objective world detached from people's minds where objective knowledge can be separated from individuals (Alvesson and Sköldberg 2009; Berger and Luckman 1966; Guba and Lincoln 1994) . Humans do not create but construct meaning as a dialectic process with the world and present objects within it (Crotty 2003) . The understanding of expatriates' lived experiences and 'realities' can be derived from group actions and interaction (Miles and Huberman 1994) . Furthermore, because Scandinavian expatriates interact with their peers, it can be highlighted that 'meanings are created, negotiated, sustained and modified within the context of human interaction ' (McGaughey 2004, 531) .
Contextuality and methodological framework for conceptual development
There are approximately 1900 individuals and 250 firms from the Scandinavian countries of Denmark, Norway, and Sweden located in Hong Kong, Special Administrative Region of People's Republic of China (SAR) (Invest Hong Kong 2008) . Data were collected as part of an exploratory qualitative research strategy, underpinned and driven by a social constructionist epistemology. This is particularly helpful when the lived experiences and social constructions of Scandinavian expatriates perform as the focal point (D'Iribarne 1996-97; Miles and Huberman 1994) . Social constructionism reflects a process whereby primacy is granted to field-research with the opportunity to juxtapose data and relevant bodies of literature to build theories in a 'bottom-up' fashion (Thomas 2004) . A 5-month field study of Scandinavian expatriates in Hong Kong yielded a 'total universe of data' of 51 in-depth, semi-structured, face-to-face interviews (in addition to informal conversations at various social events), which were conducted in accordance with the constructionist symbolic interactionist model (151). The average duration of the face-to-face interviews amounted to 77 min.
Interviews are acknowledged to be a powerful technique to elicit in-depth understanding of context (Marschan-Piekkari et al. 2004) . The interviews for this study were conducted in the respondents' native languages as the interviewer possesses an excellent command of all Scandinavian languages (including being a native speaker in one of them (Norwegian)). This interview-approach accommodated for more in-depth sense-making of their lived experiences, perceptions, and social constructions (Fjellström and Guttormsen 2016; Zhang and Guttormsen 2016) . The open thematic questions also allowed for a better understanding of the mobility patterns of the interviewees, instead of testing the known mobility pattern (i.e. linearity) already established in the extant literature.
Interviewees were selected through 'snowball-sampling' where one-third of the respondents were referred to by other interviewees as well as direct contact via email and various events (Welch and Piekkari 2006) . Characteristics of expatriates were noted down during each interview and are included in various tables throughout the article. Table 1 depicts the distribution of the research subjects by nationality and gender.
An interpretive contents analysis was employed for analysing the data. The analysis included listening to the interview-recording multiple times, followed by thematically coding the information (open coding). Sub-themes (axial coding) were derived based on the expatriates' own constructions of what mattered to them and their lived experiences. 'Mobility' constituted one of the main themes (selective coding), and this article particularly draws upon the subcategories of 'mobility patterns' and 'mobility entry-mode' (see Caprar 2011, for a similar approach). Qualitative cross-tabulation also formed part of the analytical approach, which further made it possible for identifying mobility patterns. In accordance with the social constructionist approach, findings are juxtaposed with relevant literatures to support or build new theories based on empirical findings. This paper is a product of the latter pathway. Findings were compared with conflicting and similar literatures, hence the article 'builds internal validity, raises theoretical level, and sharpens construct definitions' (Eisenhardt 1989, 533 ). The findings demonstrate the relevance of new ideas that can credibly challenge established assumptions in relevant and existing literatures. Background details allowed for aforesaid cross-tabulation in the analysis process.
Findings
The findings identified below contradict the assumed linear pattern with respect to expatriate mobility and the supposition that an individual expatriate can only be placed within a single category of expatriation. Table 2 stipulates average durations of the research subjects' assignments in Hong Kong and their age by gender. Table 3 highlights the industry affiliations and organisations among the expatriates by gender. Table 4 showcases the job levels of the expatriates also by gender. Table 5 presents the identified entry-modes by organisations and gender. Table 6 highlights the number of expatriates employed on local contracts. Qualitative data were obtained from conducting in-depth interviews as well as engaging in informal conversations at various social events with the Scandinavian expatriates. A female Swedish expatriates working in an international education company shared her thoughts regarding the limited preparations and training prior to arriving in Hong Kong (Interview 013):
My preparations before moving to Hong Kong were really limited to reading the Lonely Planet guidebook and reading an old book -The World of Suzie Wong! Another Swedish male expatriates working in management consultancy within an American MNE highlighted how the company only had prepared him for the physical surroundings (Interview 012). Well, we were sent to Hong Kong to have a look around before having to decide if wanting to move here; they drove us around and showed us stuff -different buildings and suburbs. It was more like being a tourist, not really being preparations.
A Norwegian expatriate working in the financial industry uttered: 'we really did not receive any preparations before our move to Hong Kong. Most of the information I 6. Discussion: discovering non-linear mobility patterns through treating 'expatriates' beyond typologies
The importance of constituting who the expatriates are -those whose mobility are being scrutinised -is a central element in advancing the conceptual understanding of global mobility patterns. This section takes a critical stance that goes against traditionally understood patterns of linearity in researching and understanding the global mobility of expatriates. As identified in the literature review, mainstream IHRM research has predominantly precluded inquiries beyond corporate employees and the dominance of the firm level remains very strong. The conducted exploratory qualitative study merits broadening these boundaries by drawing upon descriptive statistics and cross-tabulation through detecting more nuanced patterns as far as expatriate global mobility is concerned. In terms of the posited research questions, this article demonstrates how expatriates do indeed also exhibit non-linear mobility; hence, the linear parent/subsidiary relationship as a universal phenomenon is not credible. Furthermore, the data presented in this study reveal that an individual expatriate often traverses the assumed separate categories of expatriation in extant literature.
Profile of expatriates -descriptive patterns
The descriptive statistics presented in Tables 1-6 justify the eclectic understanding of what an 'expatriate' is. These findings provide insight into Scandinavian expatriation, which is also interesting in its own right due to being understudied. This contrasts with the 'typical' expatriate profile identified by Hechanova and colleagues (2003) , that is, predominantly males (20% of the surveyed studies consisted of an entire sample only made up by males and in three-fourth of the studies males represented more than 80% of the sample). In Table 1 , however, females comprise 40% of the respondents, thereby indicating a more gender-balanced 'expatriate populace' in the presented empirical case. Vaiman et al. 2015) . The fieldwork also underscores that Scandinavian expatriates (male and females) remained for approximately 6.5 years and only half them stayed less than a year.
The data in previous studies have largely been drawn from MNEs, which also reflects several gaps in the global mobility literature such as the tendency to overly focus on the firm/organisational level (Keegan and Boselie 2006) and corporate organisations (McNulty and Brewster 2016) . Table 3 demonstrates the plausibility and empirical soundness of researching across corporate and non-corporate sectors. Furthermore, 15 different statuses could be categorised. Furthermore, 64.70% worked in corporate sectors and as many as 35.29% did not. This emphasises that when earlier mainstream studies leave out noncorporate sectors, they would in fact have discounted one-third of those being considered expatriates (and their lived experiences) in the 'real-world', according to the present study. This social sphere is enmeshed in expatriates' corporate lives. The realisation of this symbiosis of social and work realms is important to acknowledge when contemplating the 'spill-over' theory whereby factors and risks of failed international assignments and experiences may be carried over from the social sphere and vice versa (Lauring and Selmer 2009 ). Consequently, research runs the risk of dismissing relevant influence, denying agency, and missing out on opportunities to learn from a substantial number of expatriates who are interwoven in networks and participate in socialising and learning processes with expatriates holding corporate jobs. Table 3 substantiates this argument as more than half (54.54%) out of the total number of organisations to which the interviewees were affiliated, were non-corporate. These trends have sustained with still less than 20% of female expatriates globally (Hechanova, Beehr, and Christansen 2003) . The present study also shows a dominance of managers, but lower-management and 'mere' professionals are more frequently represented than high-level managers. Thus, it partly moves beyond what Delbridge, Hauptmier, and Sen Gupta (2011) identify as a limiting managerialist focus.
Boundary production and expatriation
The above descriptive evidence explicates an observable reality. The argument can be strengthened by showcasing expatriates' own social constructions, which unveils the pertinent need for grasping expatriate communities as multiple subcommunities and for being context dependent. It is apparent that Scandinavian expatriates do not label a person as an 'expatriate' based on the nature of employment or if being a 'trailing' spouse. This shows the importance of studying geographical areas less focused on the North-American samples that dominate previous studies, as they have the potential to lead to similar findings (Harris, Brewster, and Sparrow 2003) .
Triangulation of interviewees' accounts relating to the term 'expatriate' and 'expatriate community' substantiate this argument. For example, when the researcher contacted Scandinavians working in non-corporate sectors to request imploring for their participation, no one discharged themselves on the grounds of not perceiving themselves as an 'expatriate'. Furthermore, corporate expatriates did not display any surprise when they learned that the study was also targeting individuals working outside the private sector. As an non-governmental organisation (NGO) worker expressed:
I am not exactly with your 'average company' (. . .) it might be interesting for you to learn about a different type of 'expat life' (Interview 032) (italicisation inserted).
Thus, an expatriate community features a polyphony of voices where the researcher could better understand the 'layers' among expatriates as a group within their natural contexts. Therefore, from the perspective of an expatriate identity, assuming that expatriates are solely those working in corporate jobs cannot be justified -even in a business-school study.
It is evident that various subcategorisations of expatriates exist. However, the definitional boundaries intersect and thus remain within the broader and general 'expatriate category'. This demonstrates the gap in existing literature which asserts that expatriates belong to only one category. The one above reflects a non-corporate boundary, which signals a boundary-marker in this particular identity construction (Guttormsen 2015) . Some expatriates referred to the stereotype 'everything is organised for them' when contemplating on international assignments carefully orchestrated by HQs (Interviews 001, 007, 042, 043, 046) . This is particularly normal for those in corporate sectors, especially in larger global MNEs. However, diplomats also fit this bill as an evident part of the 'expat community'. Others drew boundaries according to practicalities such as those on 'normal salaries', referring to those without financial means to keep up with the lifestyles of corporate expatriates (Interviews 001, 032, 043, 048).
The statements above related to the nature of the expatriates' contracts as a boundary-marker for different socially constructed expatriate groups. Such groups also include those expatriates employed on local contracts working in corporate sectors as well as in other non-corporate sectors (a categorisation not appearing in the literature). A third subgroup relating to local contracts can be added -those who are not involved in actual expatriation in a formalised, organisational trajectory internationally -but SIEs who find a job themselves in Hong Kong just as anywhere else. Again, research that 'mutes' the 'Other' types of expatriates, runs the risk of losing out on important learning through such individuals' lived experiences. This showcases the limitations in the sheer volume of earlier studies in terms of overly focusing on corporate organisations (McNulty and Brewster 2016) .
Furthermore, the Scandinavians repeatedly include spouses as expatriates in their narratives. Consequently, a fourth subgroup that includes spouses can be drawn. Evidently, a nuclear family (beyond a spouse) as a unit has its own sphere outside the expatriate community. Their children, however, seem to be considered the 'trailing' ones and are not termed as 'expatriates'. They are placed outside the traditional boundary concerning expatriate life, although still participating in the 'expat-community'. The main social arena for these children relates to their schooling -considered by the expatriates to be situated in the local sphere. This constitutes a fifth boundary which places children within a non-expatriate category.
Lastly, context also plays a significant and constitutive role in the social construction of what represents an 'expatriate'. Many expatriates felt that they were treated as strangers during assignments in London, New York, or Sydney albeit feeling strong belongingness due to a range of similar sociobiological traits. As one Swedish expatriate exclaimed about living in London: 'But I live here!' (implying being part of the 'ingroup'), as she often experienced the need to adamantly proclaim when, in her eyes, Londoners could not quite reconcile the idea that this Other person actually was one of them (Interview 014). Interestingly, however, in Hong Kong, an overwhelming number of Scandinavian expatriates do feel likes strangers -but are not treated as such -even when perceiving themselves as very different. As another Swedish expatriate relayed about living in Sydney (Interview 024), the city did not house a particular expatriate community. Moreover, the multicultural flow expected to be found in a 'settler-city' where Scandinavians share the most sociobiological traits with the dominating local 'whiteness' does not provide fertile ground for constructing expatriate identities. This highlights the gap in existing literatures where expatriates' own social constructions of these categories have not been focused on and context appears to be minimally incorporated in earlier studies. It becomes an unruly task to answer the pertinent call by Alshahrani and Morley (2015) regarding investigating patterns and directions of expatriate mobility if not knowing clearly which categories of expatriates are in fact being studied and in what contexts.
Global mobility: towards a non-linearity concept of expatriate 'entry-mode'
The process of categorising data obtained in the field included cross-tabulating information relayed during interviews with background data of research subjects. Subsequently, emerging findings were juxtaposed with established bodies of literature (global mobility and expatriation management). This iterative process also led to further categorisation of data which showed a more nuanced picture of 'reality' with regard to mobility patterns. 'Entry-mode' as a concept does not exist in the IHRM literature but has its counterpart in the IB literature, which relates to the means of foreign direct investment (FDI) by international companies (Harzing 2003; Kohonen 2008) . The proposed concept highlights trends that challenge the status quo as well as assumed fixity and neutrality of boundaries. This subsection, thus, digs deeper into the patterns of entry as called for by Alshahrani and Morley (2015) . Table 7 summarises the number of expatriates who changed from one category to another in accordance with current mainstream definitions concerning different types of expatriation.
It depicts the wide-ranging realities among 'non-corporatists' within expatriate communities. Self-starters have been identified as a significant grouping of expatriate: one does not have to be expatriated by an organisation in order to be considered an expatriate. This plausibly decreases the dominance and bias of exclusively operating at the firm/organisational level. This is at variance with the study of Selmer and Lauring (2010) where academics are still situated within their organisational contexts.
Two additional trends can be illuminated. First, almost every one-fourth of the expatriates did not enter Hong Kong from their country of origin. This included individuals living in another country, for example, expatriating within the same corporation. Second, to reinforce earlier points -people on the typical 'expat contract' (the 'elitist', 'postcolonial'), and those on a local contract such as working in the administration of a Chinese company, collectively make up the expatriate community. Table 8 demonstrates the frequency of the different mobility patterns identified among expatriates. The table partly encapsulates the motivation/rationale for entering Hong Kong, which is sometimes reflected by the 'entry-mode', but would be beyond the purview of this paper. The available observations are few as far as local contracts are concerned. Nonetheless, it shows the existence of this social phenomenon and subsequently the relevance of small sample studies.
These categories cannot function as typologies -a main point discussed below. One example relates to people moving between categories. The two new terms of 'combpatriates' and FCNs are proposed in order to encapsulate different mobility patterns that do not fit into existing typologies in the extant literature. Categorisation is difficult to claim considering that every fifth person encountered has previously belonged to another expatriate category when entering Hong Kong. Table 9 showcases the frequency of expatriates' international travelling from their base in Hong Kong. For example, someone who is managing their own firm established in Hong Kong is an expatriate. But they might not be considered as being on a local contract as opposed to someone who enters the territory as a jobseeker. However, if delimiting the query to the mainstream definition of an expatriate, then the issue of local contracts would have remained unveiled because the boundary-markers of the former's ontological paradigm would only inquire about those already on contracts. Linking back to the gap in the existing literature concerning diminutive focus on investigating the patterns of global mobility (Alshahrani and Morley 2015) , this article illuminates the following: first, in order to actually explore such patterns, it is imperative to identify what categories and forms of expatriates and expatriation are being studied; and second, it is not necessarily credible to assume that categories equate to typologies but rather take form as enmeshed categories. Table 9 warrants the introduction of the novel term relating to a new group of international assignees -FCNs. FCNs are different from the aforementioned PCNs, HCNs, and TCNs which extant literature has been limited to (see Dowling, Festing, and Engle 2008, 3) . First, FCNs traverse corporate and non-corporate organisations/sectors. Second, they also illustrate possible variations within the parameter of TCNs, which Dowling and co-authors (2008) do not state explicitly (e.g. are the local staff who share a nationality with the expatriating country considered a TCN or not?). Additionally, the TCN category does not account for multiple directions of observed mobility patterns.
This may include international assignees who do not share a nationality with either the expatriating firm or the country they are moving from -for example, a Swede expatriated by a Dutch firm in a third country to a subsidiary in Hong Kong; or a Norwegian employed by a Finnish company and expatriated from the Finnish HQ to Hong Kong. Added dimensions embroil for expatriates who are being expatriated between subsidiaries, or between HQs and affiliated overseas offices; expatriates who change jobs after entering Hong Kong (Table 8) ; or for those who work within the private sector but are expatriated from another firm (local firm, starting his or her own company, unemployed looking for work, or moving between different corporate organisations/contracts while in Hong Kong) (Tables 5 and 6 ). Furthermore, if Dowling and his colleagues assumed a shared nationality of the employee with the nationality of the host country -then, for example, Swedish employees of American MNE Merrill Lynch who have been relocated from its Singapore office to the Hong Kong branch would reflect an additional pattern/direction of global mobility. The above patterns of mobility (and direction of these patterns) have yet to be accounted for in the existing literature, which substantiates the call by Alshahrani and Morley (2015) who highlight the need to also examine the directions of mobility patterns.
Collectively, the different tables elucidate a more complex and nuanced social 'reality' and demonstrate that a small 'sample size' can unveil interesting research avenues and produce discerning knowledge. This also calls for avoiding the trap of categorising an expatriate according to gender only. For example, being a female or male is only one of numerous categories to which an expatriate can be attributed.
Context is important, for example, it would be easier to be an IBT (see Welch, Welch, and Worm 2007) if expatriating between countries of close geographical proximity. As unveiled by the present study, nearly one out of every five expatriates travels frequently within the region on a monthly basis. Table 9 indicates the vast regional travel among Scandinavian expatriates in Hong Kong, which is often a result of chiefly being employed by small companies where expatriates have to cover larger geographical areas and job functions. This again justifies the calls for traversing different typologies of international assignees (regardless of whether they are within or outside the private sector). Hence, this article coins the term 'comb-patriates', which refers to expatriates who can be assigned to more than one typology as far as expatriates are concerned. For example, they are conventional long-term assignees staying for multiple years in an overseas location, but can also be labelled as IBTs (within the Asian region).
7. Conclusion: contributions, managerial relevance, policy implications, and future research
This article focused on researching and understanding expatriate global mobility beyond traditional patterns and contexts within the specialised Global Mobility and Expatriate Management literatures, and IHRM research more broadly, beyond the discipline's conventional stricture (i.e. enterprise, managerialism, and universalism) (Delbridge, Hauptmier, and Sen Gupta 2011) . The article scrutinises the limitations on how expatriate global mobility has traditionally been studied (for instance, the assumed linearity of expatriation and the fallacy of assuming that the term 'expatriates' refers to only those working in corporate organisations).
Through an exploratory qualitative investigation of Scandinavian expatriates in Hong Kong, which is embedded in a social constructionist epistemology, this investigation placed the individual level of expatriates (as well as their lived experiences) at the forefront of the academic inquiry rather than testing preconceived categorisations devised by the researcher or from theory. It took a critical stance against the dominance of the firm level and perception that expatriates' global mobility can be understood as indubitable boundaries. Furthermore, the field-research empirically warranted the introduction of three novel concepts: expatriate 'entry-modes', 'comb-patriates', and FCNs. In concert, this revelation elucidates the welcome focus on the actual directions and patterns of mobility as called for by Alshahrani and Morley (2015) . This also includes the importance of grasping the characteristics of the expatriate who is actually being mobile, and the fact that expatriates do not always move in a linear fashion between a parent-organisation to another office overseas.
An empirical contribution relates to new conceptualisations and the collection of data outside the Anglosphere, in addition to non-discriminatory approaches to noncorporate settings and definitional boundaries of what constitutes being an 'expatriate'. Albeit unintended, impressions of typologising expatriates and traditional ways of grasping global mobility cannot be supported; boundaries change and expatriates belong to multiple categories that are heavily context dependent. The proposed epistemological contribution relates to social constructionism as a fertile vehicle for unveiling new and fruitful understanding of mobility patterns, which is often difficult to access through positivistic quantitative research approaches prefaced on testing previously known mobility patterns. The methodological contribution exhibits the power of interpretivist research when it comes to contesting 'common-sense' and established bodies of knowledge in extant literatures -through granting primacy to field-research. This can be linked to the discussion concerning limitations of the present study. As the data was collected in a specific geographical location and obtained through purposeful sampling, the findings cannot be statistically inferred to a wider population of expatriates. However, statistical generalisability is not a criterion or aim of qualitative research (Hammersley and Atkinson 2007) , and the present study showcases that important ideas which contest established knowledge can also emerge from a small 'sample' size.
In essence, exploring patterns of expatriate global mobility including, and at the point of 'entry', can divulge deeper understanding about the nature and dynamics of non-linear and multidirectional mobility patterns, as argued for by McNulty and De Cieri (2014) . An increased focus on 'movement within movement' is called for: actors are both integral to a web of relationships as well as separable. This reflects a liquid flow of people (such as expatriates whose internal movement this article focused on), and also signifies change during change (Latour 2005) . The actual experience of mobility can be focused upon as opposed to functioning merely as an antecedent or outcome variable, which is common in the field (e.g. Bhaskar-Shrinivas et al. 2005 ). An additional fruitful research avenue relates to the relationship between expatriates' mobility and 'entry-modes' on the one hand and their motivation to expatriate and the reasons for changing between the expatriation typologies on the other (Selmer and Lauring 2010) . Through quantitative research, the former could unveil important answers in terms of how much talent remains hidden and 'out of reach' for corporate organisations, whereas the latter could be captured through qualitative research of expatriates narrating their lived experiences as a means of exploring context-specific reasons for their decisions to move within a particular pattern. Indeed, this reflects a fertile field in terms of theoretical perspectives to further advance the research agenda, as does examining relationality between aforementioned typologies of expatriates. Future research could also include the investigation of linkages between expatriate 'entrymodes' and motivations, types of FDI of firms, and studies centring on expatriates from other countries.
The findings may have implications for managers as well as corporate policymakers and training and development policies. In terms of managerial implications, the findings clearly indicate the relevance but also the need to broaden knowledge production beyond the traditional understanding of expatriate mobility. In terms of corporate policymakers, the research findings encourage international recruiters and expatriate managers to widen their searches for talent and to consider the transfer of knowledge beyond the formalised and organised corporate sphere and within the linear HQsubsidiary trajectory. Expatriates' mobility and international companies' talent management need to be coupled, as argued by Cerdin and Brewster (2014) . For example, communication with potential applicants must account for the fact that an organisation's sought-after talent might be located in unconventional locations, and social media efforts and recruitment campaigns need to be implemented accordingly in order to capture it. This can be linked to policymakers where policies for attracting, sustaining, and nurturing talent should be a journey of discovery beyond the corporate and professional realms. Potential employees might enter the city/country, or be enticed to, in numerous ways including those at risk of remaining unnoticed on recruiters ''awareness-radar'. This point is particularly pertinent as the current migration crisis in Europe unfolds, and an increasing number of governments are linking asylum-seekers' skills-profiles and talent inventories with the assessment of their immigration applications.
Finally, as far as training and development is concerned, this article also argues that the research findings have implications for the training and development of expatriates in MNEs and in international work life generally. This article has established that the training and development of expatriates is of particular concern to MNEs and is also integral to talent management (see Kim and McLean 2012) . Training and development of skills interventions would benefit from non-universal approaches, because expatriates with non-linear mobility patterns are likely to have different lived experiences and training needs than the conventional organisational expatriate (OE) who might embark on his or her first international assignment (while fully supported by the MNE's HR department).
Conversely, as seen in the empirical data presented in this article, other forms of expatriates might have broader and deeper international and intercultural experiences, knowledge, and skill set. For example, as they may have lived in cultures other than their home-culture prior to entering the new host country, these expatriates need to be acclimatised and trained differently from their fellow countrymen due to their value orientations. Their concept of self could have also changed through the adoption of certain characteristics of the previous host-country culture (see Zhang 2013) . Moreover, SIEs who have lived in the host country for several years may be superior to OEs within an MNE, in terms of effective context-specific cross-cultural skills; however, they might possibly be lacking in specific training for the particular company and industry. Nonetheless, such expatriates can take on an important role as mentors for lessexperienced expatriates. This is especially the case when it comes to adjusting to the local society beyond the company, which is also a crucial role for the company's successful outcomes (Holtbrügge and Ambrosius 2015) . Thus, the above calls for adding to Littrell and colleagues' (2006) recommendation that CCT delivery needs to be matched with the time going to be spent overseas. This article also points out the importance of implementing training that fills the gaps in cross-cultural knowledge relevant for the new host country, which the MNE's own expatriates might have acquired through internal training and development interventions. Such interventions may include individual-focused activities in relation to coping with adjustment and culture shock as well as career development post-assignment (e.g. personal life coach, mentor, informal buddy-scheme, support-group, or offer to consult with a therapist, a contact person in human resources (HQ) who also could carry out performance review across the HQ and subsidiary). These types of interventions could also be tailed for couples -especially when the spouse changes his or her career and/or quitting the job back home -or whole families. CCT and development seminars at the group/organisational level within the company should focus less on the highly criticised cultural dimensions (e.g. Hofstede 1980 ) and how other cultures are different level, and rather pay more attention towards having expatriates analysing their own cultures and identities with a view to enhancing understanding of why others perceive ourselves. Additionally, Moon and colleagues (2012) identify Cultural Intelligence as a mediating factor of previous international experience. Thus, this article points out the importance of conducting a cultural profile of the training participants. This approach would assist in identifying where the most imminent training needs lie. For example, the 'entrymode' reveals where the expatriate has arrived from. Therefore, somebody with previous experience in the host country would most likely have other training needs than a newcomer.
Training and development initiatives also need to take into account the changing nature of international assignments as well as mobility patterns. For example, the training and development of expatriates need to be context specific to the organisational dynamics and geographical locations applicable to who is being trained. This facet relates to whether those being trained are females or males, and if they are going to work in a cultural environment where their sex or their 'foreignness' is perceived to be the most dominant identity-boundary marker among local staff and act as a potential obstacle of becoming more accustomed to local culture, norms, and practices (see Bhanugopan and Fish 2007; Stalker and Mavin 2011) . Moreover, rising numbers of short-term assignments can lead to a more intense need for training (Chang 2005) , for example, due to having to be culturally adept from the very moment they step out of the aircraft. Based on this point, the article highlights that the depth of training and development interventions would be different from those provided to long-term expatriates. For example, project-based expatriates sometimes stay only for a couple of weeks or months. These type of expatriates might benefit more from receiving solutions to more immediate and practical concerns (e.g. that the hotel serves Western food in the restaurant due to working 16 h every day with no time to cook or going out) as opposed to a 2-day workshop focusing on meaning-construction during intercultural encounters in the local culture and how that might affect work performance and relationship. The above highlights that devising training and development interventions must also be context-specific: a German IT specialist who regularly works in virtual teams (collaborating in English) on a specific outsourcing project, might not need any cultural training in order to meet his colleagues face-toface in India for 2 weeks solving a coding issue, whereas an American change management consultant sent to a Serbian firm would very likely benefit from pre-assignment training with a focus on cultural sensitivities and implications of the war history between the two countries on the ability effectively and efficiently gain the locals' trust.
Nevertheless, contemplating on how often 'family' and 'spouse' are reported as reasons for failed assignments, the encouragements in this article also strongly apply to those moving with a family (see Rosenbusch and Cseh 2012) . However, HR needs to assess if alternative travel arrangements could in some instances/contexts be a better initiatives than training and development interventions associated with long-term assignments. For example, in regard to some couples it might be more purposeful for the company to rather cover the cost of the spouse to visit the expatriated employee. Indeed, the wife to one of the interviewees in the present study had a job in Scandinavia which allowed her to alternate in Hong Kong (1 month) and the home-country (2 months). Spouses might also be offered additional trips paid for by the company to return back to his or her home-country in order to nurture and to become invigorated from connecting with existing social networks. In other cases, especially if being located in hardship locations, to have trips covered to a nearby country for a 'mental-break' can also be good investment in maintaining well-being and lower stress level. This article has also established 'comb-patriates' and FCNs as additional and more nuanced forms of global mobility patterns. It becomes imperative that the training and development of expatriate talent are tailored for employees whose patterns are different from traditional OEs (often stationed long term in one country). For example, training and development needs to cater for expatriates who are both stationed long term in a country, but also frequently travel in diverse cultural environments featuring varying levels of cross-cultural intensity.
As also argued by Jackson and Manderscheid (2015) , it is crucial to pay a lot more attention to training and development for returning expatriates as a new challenge now involves 'fitting in' at the parent-company in the home-country, and both the expatriates' skill sets as well as the dynamic of the HQ might have changed. However, this article makes an additional point in accordance with the discovery of non-linear mobility patterns: if training and development has not been sufficiently anchored in career planning within the MNE, there is always the risk that its efforts will actually benefit a competing firm if the expatriate decides to leave for another employer. It is therefore important to point out benefits and not only obstacles. For example, a MNE might also take advantage of the above by attracting expatriates with unconventional skill sets coming from other non-corporate organisations. Thus, linking training closer with GTM and the reputation-building of the MNE becomes vital in this regard, as expatriates from such organisations might have other types of skills which the MNE might experience a shortage of.
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